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Abstract 
Organization is a group of individuals, work together to achieve pre-defined objectives. It is a deliberately 
organized social unit, made out of two or more individuals those capacities on a generally continuous basis to 
accomplish typical objectives. Also, justice is the moral choice criteria and is forcing and authorizing rules 
correctly and unbiased so that there is an impartial dispersion of advantages and costs. Organizational justice 
indicates to a degree to which individuals realize their working environment procedure, influences and results to 
be reasonable in nature. The reason for this study is to recognize the parts of procedural, distributive and 
interactional justice toward employee turnover expectation in the services sector. The present study analyzed the 
relationship between distributive, procedural, interactional justice and job turnover. 
 
1. INTRODUCTION 
The survival of any organization either public or private depends upon on the individuals working inside. The 
feelings, seeing, attitude and behavior of these individuals have a wide-ranging impact upon the organizational 
development. The sentiments of the individuals and their view about the organization figures out if they will 
keep on working for the organization or not (Aryee, Budhwar & Chen, 2002). As vital as, the specific ability of 
employees may be, it is not an adequate condition for the accomplishment of organizational objectives. An 
examination of organizational studies proves that mobilization and rewards helps in increasing the possibility 
towards positive organizational culture and environment that are the fundamental drivers for employee 
fulfillment and maintenance (Alsalem & Alhaiani, 2007). Individuals are social mortals and organizations thusly 
need to make settings in which employees can communicate socially. 
One idea that is principal to human social connection is justice. Whether, it is an advancement choice, 
the task of undertakings, the allotment of rewards or pretty much whatever other kind of social profession, 
matters of rationality are bond to emerge (Brockner, Cremer, Fishman & Spiegel, 2008). Employees view of 
fairness in organizational settings otherwise called interactive justice, impact their demeanor and conduct hence, 
their intentions to stay or to quit. Turnover is basic to unfairness. Organizational justice as a term is characterized 
as an individual’s impression of and responses to decency in an organization (Kamalian, Yaghoubi & Moloudi, 
2010). Organizational justice indicates to the understanding that a choice or an activity is morally accurate, 
which may be categorized by, law, value decency and religion. The individuals are actually mindful to the justice 
of positions and events in their ordinary survive, over a variety of settings. Individuals react to the choices and 
activities made by organization regularly (Choi, Perumal & Ajagbe, 2012). 
As characterized here, organizational justice is an individual assessment about the moral and 
respectable enduring of managerial behavior. It takes after from this practice that delivering justice obliges 
management to take the viewpoint of individuals (Johan, Talib & Joseph, 2013). That is, they have to 
comprehend what sorts of events incite this subjective sentiment of organizational justice. On this imperative 
competency numerous of them miss the mark. Why individuals think about justice again and again by expecting 
that justice, in the psyches of employees, means just that they get attractive outcomes (Gim & Desa, 2014). The 
previous is a judgment of individual worth or esteem; the recent is a judgment of good respectability. The 
literature revealed that outcome justice and upshot idealness are unmistakable and connected between relying 
upon where and how the variables are measured. 
 
2. LITERATURE REVIEW 
2.1 The Existing Literature 
Organizational justice research is concerned with how people perceive and react to fairness in work related 
contexts. The organizational justice has received much attention because many important organizational 
behaviors and attitudes can be directly associated to employees’ perception of fairness. Even though various 
types of justice exist, three in particular have received the greatest attention from researchers due to the 
employees’ response to the outcomes that they receive and the procedure by which they acquire the outcomes 
(Hassan & Hashim, 2011). These ideas are generally used to assess impression of decency in the working 
environment and have been observed to be connected with a wide assortment of worker states of mind, for 
example, turnover aims. 
 
 
Industrial Engineering Letters                                                                                                                                                            www.iiste.org 
ISSN 2224-6096 (Paper) ISSN 2225-0581 (online) 
Vol.6, No.1, 2016 
 
6 
2.2 The Organizational Justice 
Organizational justice research over the preceding years has stressed the importance of experiences of justice for 
work conduct and inspiration (Byrne & Cropanzano, 2001). In general, learn about organizational justice has 
focused on two primary matters, employees' reactions to the results they get, the ways they pick up the results 
that incorporate the procedure utilized. Organizational justice characterizes the part of decency as it specifically 
identifies with the work environment (Warner, Reynolds & Roman, 2005). Particularly, organizational justice is 
worried with the routes in which employees understand whether they have been dealt with fairness in their 
professions and the courses in which those resolves impact other professional related variables. The general 
agreement is that organizational justice comprises of no less than two segments that are distributive and 
procedural justice (Folger, & Konovsky, 2010).  
One significant way to deal with organizational justice, known as the value theory, recommends that 
people are persuaded to keep up reasonable or fair connections among themselves and to maintain a strategic 
distance from those connections that are out of line or unjust (Hassan & Hashim, 2011). The theory holds that 
individuals contrast their results and inputs and those of others and afterward judge the impartiality of these 
connections as a proportion. The referent examination may be somebody in the work bunch/organization or 
those working in other organizations (Johan et al., 2013). The previous is known as impression of interior value 
and the recent as outer value. In the event that the individual sees that his/her proportion of inputs to results got 
is like that of the referent, value exists. If any imbalance emerges as a consequence of either under remuneration 
then it creates pressure as irritation and hatred and sentiments of blame (Gim & Desa, 2014). 
  
2.3 The Dimensions of Organizational Justice 
Organizational justice is theorized as a mix of different components. There are three fundamental parts of 
organizational justice; procedural, distributive justice and interactional justice. Employees of an organization 
will replicate positive practices and efficiency on the possibility that they see their organization to be reasonable 
and just in its strategies, approaches, collaborations and dispersion structures (Colquitt, 2001). Leaders ought to 
take activities to enhance employees' professional satisfaction and organizational commitment so to decline 
employees' turnover intension with the assistance of procedural and distributive justice. Organizational justice is 
forthrightly identified with the work environment as it depicts the part of fairness.  
2.3.1 The Distributive Justice 
The distributive justice is perceived as first sub-measurement of organizational justice and basically considered 
with the employees' recognition in the decency of domino effect (Roch & Shanock, 2006). The distributive 
justice is more essential in anticipating individual level results, for example, pay satisfaction and other perks and 
benefits. In another study, distributive justice reflects how notable rewards from sorted out organizational 
endeavors are genuinely appropriated among employees (Haque & Aslam, 2011). The research on distributive 
justice in organizations today concentrates principally on individuals' impression of the fairness of the results 
they get, that is, their assessments of the end condition of the designation process. At the point when distribution 
results don't meet this foundation, individuals would see disparity discomfort and endeavor to behaviorally or 
intellectually restored value (Thamna, Hossam & Elanain, 2014).  
2.3.2 The Procedural Justice 
Procedural justice eludes to individuals judgments about the fairness of the principles and methods that direct a 
procedure. While distributive justice proposes that satisfaction is a component of outcome, procedural justice 
recommends that satisfaction is an element of procedure (Dayan & Benedetto, 2008). Among the expected 
values of procedural justice are absence of prejudice, expression or chance to be listened and justification for 
selections. The procedural issues, for example, is the lack of bias of the procedure, treatment of the members and 
the dependability of the choice making power are vital to improving view of procedural justice (Ponnu & Chuah, 
2010). Usually, research proposes that if organizational justice and systems are seen to be realistic, then 
employees will be more fulfilled, all the more ready to acknowledge the determination of that strategy and more 
inclined to shape inspirational dispositions about the organization (Suliman & Kathairi, 2013). 
2.3.3 The Interactional Justice  
There is another branch coming from the tree of organizational justice named as interactional justice whom 
concentrates on employees' impression of the interpersonal conduct practiced amid the representation of choices 
and techniques (Bakhshi, Kumar & Rani, 2009). It includes different socially delicate activities, for example, 
when employers responds employees with poise and regard, giving adequate clarifications to adoptions, paying 
consideration on a representative's worries, and indicating compassion for his quandary (Elamin & Alomaim, 
2011). The literature revealed that a lot of saw injustices identified with impression of interactional justice rather 
than distributional or procedural issues. Interactional justice is further separated into two constituents: 
interpersonal and instructive justice (Suliman & Kathairi, 2013). View of appreciation, amenability and pride in 
one's treatment are a piece of interactional justice while the adequacy of the clarifications given as far as their 
specificity, opportuneness, and honesty goes under instructive justice (Sania & Siraj, 2014). 
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2.4 The Turnover Intentions 
In the era of globalization, employment turnover is a persistent issue in organizations and it is normal in each 
sort and size of organization and at each organizational level. Employees' turnover is a problematic issue 
particularly in the field of human resource management. It is too much costly for an organization due to 
publicizing, enrollment, determination and procuring (Nadiri & Tanova, 2010). At the point when an employee 
leaves an organization, the capacity of the remaining employees to finish their obligations may be influenced. 
Numerous researchers attempt to comprehend the real determinants of turnover aim and add to some managerial 
ramifications to manage the issue of high turnover rate (Suliman & Obaidli, 2011). For adding to the further 
comprehension of these related terms, the errand of this study is to look at the relationship between 
organizational justice and toward job turnover among the employees (Brewer, Kovner, Greene & Djukic, 2012).  
The accessible literature proposes that enhancing employees' organizational justice expands their 
professional satisfaction and in this manner their organizational commitment. Therefore, employees' aim to leave 
the organization will be diminished. The present study additionally examined the conceivable connections 
between organizational justice and employees' turnover (Johan et al., 2013). Fundamentally, the greater part of 
the organization dependably diminish rate of the representative turnover, particularly the deliberate turnover and 
the turnovers of dominant, skilled and experienced employees. The standing of the worker turnover expectation 
from the organization is an expense dissemination to be contrasted and advantage (Muzumdar, 2015). For the 
most part, intentional turnover much happen on elite employee, so exact monetary misfortune for organization in 
result of lacking the organizational justice. 
 
2.5 Organizational Justice and Job Turnover  
The job turnover turn into an issue with all professions however thought to be not shallow with impact to the 
service sector. Inside of this case, researchers have resisted that high turnover is a basic issue in the service 
industry. Organizational justice, poor administration, low wages, unpleasant workplace and scarcity of available 
resources for work could be the most elevated reasons for turnover (Lambert, Hogan, Jiang, Morris & Dupuy, 
2010). Involuntary turnover unavoidable heads-up direct negative results, for example, work instability, status 
change and work anxiety. This inactive response exists for all employees who as of late lost their professions. 
Services industry is considered as an insecure industry because of its reliance on human components as per 
extensive measures of past research (Hassan & Hashim, 2011). They focused their research on work turnover in 
organizations in regards to the occupation discontent of the employees. As indicated by these focuses, regardless 
of the fact that open doors are confused or horrible, employees may in any case honestly or reasonably shrink 
from the organization, prompting expanded truancy and brought down enthusiasm and effort at work (Gim & 
Desa, 2014). 
 
2.6 Theoretical Framework 
Figure 1.1 Theoretical Framework of the Study 
 
 
3. DISCUSSIONS 
The present study concentrated on exploring the effect of distributive, procedural and interactional justice on 
employees' job turnover. Few studies concentrate on exploring these connections in a non-western setting, 
particularly in Pakistan. Consequently, the objective of this study was to discourse these crevices by conducting 
this exploration in a vital part of study, the services sector (Elanain, 2009). This exploration is one of the 
observational investigations of its kind to exhibit the part of procedural and distributive justice as arbiters 
between interactional justice and employee work attitudes and behaviors in the services industry. The 
observational consequences of the present study demonstrated that the general organizational justice recognition 
Industrial Engineering Letters                                                                                                                                                            www.iiste.org 
ISSN 2224-6096 (Paper) ISSN 2225-0581 (online) 
Vol.6, No.1, 2016 
 
8 
like distributive, procedural and interactional justice is emphatically and essentially identified with the 
employees' turnover intentions (Lambert et al., 2010).  
One conceivable clarification for these conclusions is that employees who have a tendency to display 
optimistic approaches towards organizational justice are liable to focused on the separate association and have 
fewer intentions to turnover. At the point when employees work harder, correspond with others in the place of 
work to raise individual and gathering performance and comply with their associations' tenets which in turn 
enhances their organizational performance too (Suliman & Obaidli, 2011). Besides, in the services sector, the 
outcomes showed that organizational justice has both huge and negative effect on employees' turnover intention. 
The study found that distributive justice is the most grounded indicator of turnover intention took after by 
interactional and then procedural justice. These results are steady with outcomes of past studies (Owolabi, 2012).  
The study scrutinized the indirect relationship between job turnover and interactional justice by using 
distributive and procedural as go between these connections. The findings gave solid exact backing to the 
exploration assumption that the effect of interactional justice on turnover intention can happen straightforwardly 
or indirectly when distributive and procedural justice go about as inside people (Johan et al., 2013). Keeping in 
mind the end goal to test the part of procedural and distributive justice on turnover intention link, this 
concentrate initially took a gander at the interactional, procedural and distributive connections. The outcomes 
demonstrated that employee discernments about interactional justice may influence the impression of employees 
of procedural and distributive justice (Gim & Desa, 2014). The connections between interactional justice 
observations were decidedly and fundamentally identified with the procedural and distributive justice. 
 
4. CONCLUSIONS  
Taking everything into account, the aftereffects of this study propose that organizational justice assumes a 
conspicuous part and essentially advances organizational justice and altogether diminishes turnover intention of 
the employees. Particularly, this study improves and bolsters the discoveries of past examination with respect to 
the part of procedural, distributive and interactional as independent variables. Usually, employees expected to 
sustain a procedurally reasonable atmosphere environment in the association by setting up two-route 
correspondence to permit their employees the chance to take part and voice their inclinations and sentiments 
amid the choice making procedure.  
While, organization typically held the right to adjust the approaches and procedures, then again, by 
illuminating the employees about conceivable changes and looking for their sentiments of those progressions 
may abstain from breaking down of their work mentalities. In this manner, the human asset assumed an essential 
part in formulating approaches and practices that are unmistakable in exhibiting their dedication to open 
correspondence, strengthening and a reasonable situation. The organizations need to apply and manages decently 
and reliably to all employees and remunerating them based on execution and legitimacy without individual bias 
keeping in mind the end goal to make a positive impression of distributive, procedural and interactional. 
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